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EXECUTIVE SUMMARY

Section 3161 of the National Defense Authoﬁzation Act for Fiscal Year 1993, P.L. 102-484,
requires the Secretary of Energy to vdevélop a plan for the restructuring of the work force ét
défense nuclear facilities upon a determination that a change in the work force ét such facilities
is necessary. The Secretary has decided that section 3161 will apply to work force restructuring
activities at all Department of Energy (DOE) sites. This document cbntains the work force
restructuring plan for the DOE Fernald Environmental Management Project (FEMP). As required
by section 3161, and for the reasons set forth in the plan itself, the Secretary intends this plan
to be a "living" document - that is, it will be revised whenever new developments indicate that

that would be beneficial.

As a result of our Nation's changing defense needs, the mission of the Femnald Site has shifted
from production to environmental clean up. Budget reductions have resulted in a decision to
restructure the work force at the Fernald Site. Section 3161 stipulates that the Department of
Energy shall submit a work force restrdcturing blan to Congress that sets forth a strategy to
mitigate the éffects of défense reductions on workers and communities after consulting with the
relevap"nt stakeholders. Secretary O'Leary is personally committed to the task of assisting the
workers and communities who have sefved our national security interests for over forty years in

a manner that protects public health-and safety and the environment.

The scope of this WOrk force restructuring at the FEMP includes 'the voluntary separation or
retirement of 62 employees of the Environmental Restoratioh Management Contract (ERMC)
prime'contractor,-the Fernald Environmental Restoration Management Corporation (FERMCO),
involuntary separation of 128 salaried and 70 hourly FERMCO employees, as well as 50 personal
service contractors to FERMCO. The pian outlines benefits available to each of these groups,
including severance, medical, dental, and retirement. beneﬁts; employee, child care, and
oUthacément assistance; job seeking skills workshops; and relocation assistance. The plan alsb
discusses DOE activities to date td establish a program io refrain workers subject to restructuring,
either for other environmental restoration activities at the FEMP or other DOE sites, as well as
for new positions outside of the DOE complex. A schedule for current restructuring activities, and
a cost summary for restructuring activities involving FERMCO employees is also provided.



This plan has been developed with the beheﬁt of the views.of stakeholders received at the
‘National stakeholders meeting held in Washington on June 11, 1993, and at the stakeholder
meetings for the FEMP work force restructuring, held in Harrison, Ohio on July 8 and October 4,
1993, as well as those communicated in'c':orrespondence to the Depértment. A summary of the
concerns raised by stakeholders that affect the FEMP restructuring plan, and the DOE response

to those concems is included as the final section of this plan.
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INTRODUCTION

A. PURPOSE

The Department of Energy (DOE) has provided this work force restructuring plan for
personnel at the FEMP. This plan is prepared under séction 3161 of the National Defense
Authorization Act for Fiscal Year 1993, P.L. 102-84 (section 3161) after consultation with
local and national stakeholders, and will be updated as the Department considers necessary,

but at least annually.
B. SCOPE

'Pending restructuring akctivities at the FEMP involve prime contractor personnel and
subcontractor personal service personnel only. Although the discussion of available benefits
may include reference to non-personal service s_,ubcontractbr personnel, cerfain benefits
available to the personnel are defined in applicable agreements between the personnel or
,"their representatives and the subcontract employef._ When restructuring activities affect those

perSonnel, the plan will require further modification.

The Department's intent is that employees whose employment iri poéitions at the FEMP is |
terminated shall, to the extent practicable, réceive preference .in hiring to carry out DOE
"missions. The Department is aware, however, of litigation and unfair labor practice chérges
brought against FERMCO by the Fernald Atomic Trades and Labor Council (Fernald Council)
who represent many of the hourly FERMCO employeeé. Resolution of these matters may
have a significant effect on the question of work allocation, for example. In any event, until -
these matters are resolved, the Department cannot define precisely _whét constitutes the
bounds of the practicability of preference of hiring. The Department has initiated a process
to address the issues rélated to work allocation, and would welcome additional suggestions

from any of the local or national stakeholders on this point. -



C. BACKGROUND

In August 1991 the Fernald, Ohio, uranium production site formally completed its transition
from production activities to a facility to be cleaned up under applicable Federal and State
requirements. Production operations officially ceased. Since that time, efforts at the FEMP-

have been directed toward environmental restoration and waste management.

DOE is the owner of the FEMP and has the ultimate responsibility‘ for cleanup and
_ envi'ronmental restoration. This responsibility includes meeting established milestones,
working with*regulators and consulting with the general public on environmental restoration
~ activities and future use of the FEMP site when those activities have been concluded. DOE's
policy is to use a contractor to manage and perform the required tasks. That contractor is
FERMCO, which performs its activities for DOE at the FEMP site under an Envnronmental ’
. Restoration Management Contract (ERMC)

- D. REASONS FOR WORK FORCE RESTRUCTURING

Based upon current budget considerations, FEMP activities in early FY 1984 will not be
funded at a level that was initially anticipated by the Department. As of July 1, 1993,
FERMCO employed approximately 2,350 ft;ll-time employees. Approximately 900 additional
persons worked for subcontractors of FERMCO. At the expéded budget levels, DOE
announced on June 10, 1993 that the total number of site positions was expected to decline
by up to 500, with approximately 150 being subcontractor positions and approximately 350
being FERMCO positions. It is currently expécted that the overall levels of FERMCO
personnel will continue to decrease in FY 94 and FY 95 as the result of facility shutdown
efforts, budgét constraints, and modifications to the labor skills mix as sité remediation and
restoration activities proceed. DOE also anticipates an increase in the number of
subcontractor personnel involved in remedial design and remedial construction during this
period, since DOE in the ERMC precluded FERMCO from performing either of these
funcﬁons. In addition, by FY 95 the number of individuals involved in environmental sampling
énd characterization will begin to decline signiﬁcanﬂy as remedial investigations and

feasibility studies are completed. In the 'same period, there will be an increase in



. construction managément personnel and persons involved in subcontractor oversight. At

present, this work force restructuring plén involves restructuﬁng activities only at the

contractor and pérsonal service subcontractor levels.

Baéed on the latest information on the Fisca! Year 1894 budget, DOE estimates the site will-
displace about 310 workers in early Fiscal Year 1994: 260 from FERMCO and 50 personal
service contractor personnel. DOE currently expects additional reductions of 100 to 200
positions i}n several small increments in late FY 1994 and FY 1995. The number of
FERMCO and subcontractor employees is likely to vary depending upon the nature of the

work and the extent of budget ievels.

DOE is currently evaluating FERMCO's proposed work force (skills ‘'mix) requirements for
activities planried fo be pei‘formed at the FEMP. Further modification to this plan may be

required once the proposal has been approved.

'In developing this plan, DOE has consulted with local and national stakeholders and modified
the draft plan in a number of ways. Any modifications to this plan likewise will be developed

after similar consultations.

THE ERMC CONCEPT

In 1992 DOE inaugurated the first ERMC at the FEMP. FERMCO began its activities under
the ERMC in December 1992. Presently, the only active DOE ERMC is at Fernald. The
ERMC contépt is a departure from historical DOE manageme‘nt and operating (M&O)
contracts, and is aimed at finding innovative, cost-effective means to accomplish the
changing mission of the Department. The joihtly developed FEMP mission statement is
*Together DOE and F ERMCO are committed to the safe, least-cost, earliest, final clean-up
of the ?emald site, within applicable DOE orders, regu]ations and commitments and in a
‘manner which addressés stakeholder concems”. The success of environmental restoration
activities at Fernald will come frorh actions which implement and further this mission
stétement. This Work Force Restructurin_g Plan has been prepared with these objectives in
mind. DOE intends that environmental safety and health objectives will be met, and the



implementation of a work force restructuring plan can be achieved consistent with these

objectives.

The ERMC IS expected to undertake environmental -cleanup in a project-like, results-oriented
manner. Unlike production-type work which is based upon a known, often quantifiable level
~ of effort, the ERMC concept identifies particular skills necessary to perform each particular
environmental remediation activity. Employees who have the necessary skills work on that
actiVity until ccmpletion. Once that activity is completed, whether such employees have a
" continued presence at the FEMP (and will be paid by the contractor) wili depend upon the
_ availability of other work for which they are qualified. It is expected that a considerable
number of these employees will not have a continuous presence at the site, but will be
brought in to perform work for which they are qualified as it becomes available. DOE does
not believe the‘"ebb and_ﬂow" of such work, and its impact on such employees, in itself is
‘tantamount to a "restructuring" cf the work force. It is believed this use of the work force and
the resumng economy of scale will result in pro;ect activities which are performed faster and
thh greater efﬂcnency This is a fundamental element of the ERMC concept. -

This ERMC is consistent with the Secretary of Energy's,new initiative to find better ways for
the Department to hold its contractors more financially accountable. The ERMC concept
imposes a greater level of responsrbrlaty and financial risk than a M&O contractor typically
has. In recognition of this increased risk, the ERMC contract provrdes the contractor more
flexibility than the previous M&O contractor; however, it is also held more accountable for its
'actions. A central element of this accountability is ite responsibilit_y to select and manage a
work. force appropriate to site cleanup activities. The DOE retains overall site responsibility,
provides guidance and direction to the ERMC in accordance with contractual responsibilities,
works With the various regulatory agencies and the‘community, and provides control and
leadership regarding DOE policies and procedures, including guidance and direction on the
process to implement a work force restructuring blan. This work force restructUring plan has
been prepared in a manner \rvhich recognizes the ultimate authority of DOE at the FEMP
while recognizing the unicue',nature of the ERMC and the contributions made by the Fernald

work force in winning the Cold War.



PLAN COMPONENTS

The personnel'greups that are involved in this work force restructuring are both represented
hourly employees and non-represented salaried employees of FERMCO and some
subcontractor personal service personnel. Certain elements of the plan are different for

these three groups and are spelled out below.
A. VOLUNTARY PROGRAM

Prior to initiating any involuntary actions, DOE approved a program to provide employees the
opportunity to volunteer for reduction. For this initial work force restructuring, 62 employees
accepted the voluntary program. The objective of this program was to minimize the number
of involuntary actions while providing balance between individual desires and the heed' to

- retain essehtial skills. Toward that end, non-retirement eligible employees Who wished to

- voluntarily participate in the reduction, and who obtained division manager approval, received

a severance payment based on their length of service (see Severance), Medical Benefits for
Displaced Workers (see Medical) and outplacement support (see Outplacement). Retirement

eligible employees who wished to voluntarily pariicipate in the reduction received a

.severance payment based on their length of service, as well as their retirement benefits.

Medical coverage will be provided to retlrees in accordance wnth the retirement benef‘ ts (see
Medical for eligibility) in lieu of the Medncal Benefits for Displaced Workers.

All employees wishihg to volunteer for this program were given a specific *window of
oppo'rtunity" for doing so. This gave contractor management the opportunity to review all
volunteers and either accept or reject their request prior to proceeding with involuntary
selections. The window for voluntary actions for the current work force restructuring closed
prior to the announcements of .involuntary actions on August 9, 1993. Persons receiving
notice ef involuntary termination were allowed to elect early retirement with severance if

qualified by age and service time.



B.

INVOLUNTARY SELECTIONS
1. FERMCO Salaried Employees
As of the date of this plan, 198 FERMCO employees (128 salaried employees, 70 hourly

employees) are expected to be involuntarily separated. All 70 hourly employees who are
to be involuntarily separated were identified in accordance with collective bargaining

agreement seniority bumping rights. The average term of employment for these hourly

employees at the FEMP is approximately one year.

In order to identify and maintain the skills necessary for the environmental cleanup

activity at the FEMP, an evaluation process has been established to review salaried
employée essential skills. This review focuses on -current and future skill needs,
determined by contractor division level management. Through this process, each
employee's poténtial for meeting future work requirements will be determined on a

case-by-case basis. Salaried workers are rated relative to others in the same discipline

| on their expected ability to coniribute to future FEMP activities. In addition to essential

Skiilé, adherence to values such as'safety consciousness, total quality management
parﬁcipation, qualityv of work, productivity, and teamwork, experience (including site
experience) and work force diveréity are considered. FERMCO is responsible for the
results of this process, with advice from their managers and internal customers.

The President of FERMCO, with the advice of his management team, determines the
number of personnel in each discipline required to carry out the FERMCO mission at the

projected budget level (a discipline is defined as a group of _employees who perform

similar functions wnth similar skills and responsibilities).

Immediately upon their identification, all salaried employees selected for an involuntary
action are reviewed for intemal placement. FERMCO will post the availability of internal
transfers and will reviéw all affected persons against current and expected job openings
where the employee possesses the qualifications required for the position. The hiring
manager has ultimate selection’ authority for the open job and must determine the best



match for the position by evaluating the qualifications of the proposed individual against
the needs of the position. However, the manager will be encouraged to select individuals
displaced from other work at the FEMP site, as assisted by training and mentoring.

Salaried employees who believe they are unfairly selected for reduction will be given the
opportunity to submit a written reqoest to the FERMCO Board of Appeals to have their
concem reviewed ard evaluated. The Board consists of the following members:
Employee Ombudsman (Chair), EEO Officer, Employment Representative, Continuous
Performance Improvement Representative, Engineering Support Representative, and two
additional non-voting members. This Board has been constituted for the express purpose
of providing a means for employees to obtain a final hearing relatec_l to their particular
circumstances. The Board of Appeals has the'responsibility to review the circumstances
and make a recommendation to the Office of the President prior to finalizing the reduction
action. Concerns of employees in the bargaining units \will be resolved through

established grievance processes.

A number' of temporary and co-op students currently work for FERMCO. These
employees provide cost-effe‘ctive short-term help a‘nd/or a beneficial cooperation and
involvement with local educational institutions. For those assign}nents‘ which extend
beyond 'Oct.ober 1993, each temporéry assignment will be reviewed by FERMCO to
“determine whether it should be converted to a full-time job. If it is determined to convert
the position’to full-time status, the current temporary person will be eonsidered in the
internal ranking process and the position will be filled by the most qualified person from
the overall ranking for that discipline. FERMCO managers perform overall evaluation of
co-op students in conjunction with the affected university to establish a balance between

the needs of the students and the effects of displacing full-time employees.

In keeping with affirmative action commitments, the process and results of work force
reductions are reviewed and monitored to ensure that the current affirmative action
’ posture is maintained and that protected groups of employees are not disproportionately

nor adversely affected. ’



2. Subcontractor Employees

Currently, there are approximately 900 subcontractor personnel working on FEMP
activities, including salaried personnel, and represented hourly employees. in general,

these personnel are qtilized in the following ways:
| .a‘)v Fer tasks that F ERM_CQ pereonnel cannot perform uhder the ERMC;
| | b) For tasks of short euratien. nermally one year or less;
c) For t’as.ks involving unique or special skille-and/or facilities and equipment;
d) - For tesks involvin'g skills which ‘FERMC’O‘,does not have in sefﬁcient supply.

Subcontract services geﬁerally can be divided between those that are personal services
in which the subcontractor works as an extension of the FERMCO team; and those that
are task-onented where cost, scope, and schedule are managed and supervised by the
: subcontractor Represented hourly employees who ‘are employed by subcontractors are

 covered under paragraph B.3 below.
a.  Personal Service Subcontractors Using Salaried Personnel -

‘Those subcdntraetors' providing personal services are included in fhe employee
i'anking procees ‘described above for FERMCO and Teaming Partner employees.

- Currently, there are apbfoxinﬁately 80 such individuals providing services at the
FEMP. Where it is determined through fhe selection proce_ss that a personal

- services subcontractor employee is expected te contribute more value to future
FERMCO activities than a FERMCO'employee, and as a result a FERMCO

‘ _ employee'is selected for !éy-off, the FERMCO Division Manager will review the
speeiﬁc circumstances surrounding th,e use of the subcontractor employee with the
FERMCO President. * This will be done to 'fninimize the impact of reductions on
regular full-time FERMCO employees and recognizes that personal services

TN



subcontractors receive a pay rate which is consistent with transient employment. As
of the date of this plan, approximately 50 personal services subcontractor employees

are expected to be terminated.
b. Task Subcontractors

FERMCO also reviews all task-oriented "subcontract activity not contractually
excluded from the scope of the FERMCO contract, to determine the desirability of
transferring those activities to the FERMCO work force. Contingent upon the
available skilis, the results ef. the cost analysis, the acceptébility of schedule impacts,
and the contractual terms, FERMCO will transfer work from subcontractors to the
':FERMCO work force as often as possible. For current work force restructunng
activities, FERMCO identified no tasks to transfer m-house

Work force restructuring im)olving subcontractor personn.el whpse services are no
longer needed wil be. managed under the terms of the specific contract.
Subcontractor personnel whose- contracts or services are terminated under this
restructuring may avail themselves of the outplacement assistance services
established by FERMCO, and may parlicipate in the DOE-wide résumé review
‘program As noted previously, this plan may requrre further modification as non-

personal service subcontractor personnel are identified for fayoff.
3. Represented Employees (Femald Council, IGUA and GCBCTC)

Unlike the process whereby value jpdgments can be made with respect to individual
salaried employees houriy employees subject to restructuring are identified to a
signifi icant extent by the terms of the collectwe bargaining agreements to which the

affected employee is subject

FERMCO'currently employs 590 individuals who are represented by either the Fernald
Council or the International Guards Union of America (IGUA). In addition, approximately
723 subcontractor employees at the FEMP are represented by the Greater Cincinnati

9



* Building & Construction Trades Council (GCBCTC). With respect to the Fernald Council
| and IGUA, the collective bargaining agreements govern the procedures for conducting
a reduction in the work force (RIF_) as well as identifying the benefits available to each.
When a | ‘reduction in. force ‘i‘s n'ecesséry. FERMCO will comply with the Worker
Adjustment and Retraining Notification (WARN) Act, other applicable legislation, and the

provisiohs of its labor agreements with the respective unions.

Presently, all houry FERMCO employees who have been identified for involuntary
separation are represented by the Fernald Council. For those employees, FERMCO
Remediation Support Operation (RSO) managemént will determine the classifications to
be reduced by reviewing the number of employees within each classification and
\weig_h,ir'\g that number against the manpower levels needed to accorﬁplish the available
work. If a surplus of employees exists in a particular classification, that classification will
be reduced by the number of excess employees. Those excess employees will be
sélected based upo‘n\ seniority and, |f applicable, may be transferred to other
classifications. To be transferred tld another classification, the employee must have
sufficient seniority to retain a position and "bump" another individual out of the
classiﬁcatibn._ ‘This bumping fprocess continues until those emriloyees bumped out of
classifications are identified for layoff. FERMCO Security has determined that a surplué
of security officers does not exist. | For subcontractor employees represented by the
GCBCTC, restructuring will oceur through the termination of the subcontract or task order
under which they are employed at the site.: DO_E has taken the view that completion of.
subcontract work or ény task made a part of a subcontract does not constitute a
restructuring activity. To thé extenx work force'restru_ctubring has a direct impact on the
employment levels of such personnel at the FEMP, DOE will consider appropriate

modifications to the ‘plan.

" Those hourly FERMCO employees identified for layoff will be placed on recall lists for
each classification in which they retain seniority rights. If an increase in the manpower
‘level becomes necessary in a particular classification, employees on the recall list for that
claséiﬁcation will be coritacted ahd offered the vacancy. These employees have priority

over oufside hiring until__their recall rights expire; i.e., 24 months from the effective date

10



of layéff or upon refusal of recall.

The Benefits Section of this plan (see Benefits) specifies the benefits available to the
hourly FERMCO employees who are laid off, with the exception of severance and
retirement benefits. The labor agreements specify a severance allowance of 30 hours
of straight-time pay for each full year of company service. This will be paid to all hourly
employees laid off in excess of seven (7) days Hourly employees who are current
participants in the retirement plan at the time they are laid off and who meet eligibility

requirements may elect to retire.

The hourly FERMCO employees being laid off were given the applicable 60-day WARN
Act notice on August 9, 1993 and were reassigned to the Resource Cerﬁer effective
September 27, 1983 in order to utilize the services provided at that Center (see
Outplécement) to assist them in finding other -employment. All time spent at the
Resource Center or actively pursuing employment during set work hours will be

'-compensated at the normal straight time hourly rate.

Hourly FERMCO employees who are part of the reduction, and who believe they were
improperly selected for iayoff, may utilize the grievance procedure in the applicable labor

agreement.
C. BENEFITS

DOE has provided a benefits package to all FERMCO employees affect‘ed by the reduction.
Detailed below are the major types of benefits being provided, including severance payment,
medical and dental beneﬁis, life insurance, retirement, and savings plan. Training benefits
are addressed separately in the next section. Benefits review sessions have been provided
to all affected salaried émplbyees the week immediately following individual notification and
to represented employees on September 27, 1993. The sessions consisted of an
“explanation of continuation of benefits, the costs involved, the forms that will be needed to
be submitted, the different lengths of coverage, the retirement plan, how retirement benefit
calculations were made, and savings plan options. Also, individual couns.eling sessions wére

11



cbnducted to address the unique situations, need:s', and options of -each affected employee.
1. Severance

. FERMCO salaried employees are entitled to a severance payment in the event
emplo_yees are diécharged due to reasons beyond their ‘control. The base salary in effect
“at the time of termination will be used to determine the amount of severance. Payment
of severénce is based upon the following table and will be paid in a lump sum amount:

Length of Service ‘ Weeks of Severance

1 year up to 3 years | ' 3

3 years up to 6 years - 5

6 years up to 9 years 7

9yearsup to 12 years 11

12 years up to 15 years | 22

15 years and over o 24 | .«b

2. Medical Benefits

\

Once removed from the FERMCO payroll; separated workers will continue to receive
medical insurance benefits consistent with DOE policy. Undér. the Medical Benefits for
Displaéed Workérs, eligible employees' are allowed to cohtinue’ medical coverage on a
graded-contribution rate.  Employees lose eligibility when other medical insurance is
made availéble tp them through another employer'or a spouse's employer. The table

below summarizes the employee contribution by year after separation.

Year ~ Employee Contribution

1st ’ full employee contributic_:n rate

. 2nd 50% of the total plan costs, not including administrative costs
3rd - 100% of the total plan costs, not including administration costs
4th 100% of the total plans costs including administraiive costs.

12



3. Dehtal Benefits

The employeé‘will have 60 days to sign up for continuation of dental benefits, and
another 45 days to begin contribution payments. As long as the employée makes the
contribution, coverage will continue. Once the contribution is 30 days past due, the
coverage will be canceled. The employee will be notified prior to cancellation, however.

Once an employee's coverage is canceled, the coverage cannot be reinstated.
4. Life Insurance

The life insurance covering the employee will be canceled effective the end of the month
of termination. The employee' will be eligible to convert to an individual life policy with
the insurance carrier (Equicor) providing application is made within 31 days of the

" notification of conversion. Notifications are usually issued within one week of separation.
5. Retirement

Salaried émployees who are age 55 or older with ten years or more of service, and
emp'loyee_s who are age 65 or older regardiess of years of service, are eligible to retire.
Retirees are eligible ’to' continue medical coverage for thei'f lifetime at the same
‘contribution rate as an active employee. The retiree also will have a $5,000 life
insurance policy, unless the retiree. is a grandfathered employeé of a previous pl‘an. The
Grandfathered Life Insurance Plan, which terminated in 1981, provides a benefit of two
times the final annual base salary, with $100,000 maximum, which is reduced 'by the
monthly pension plan to a minimum of $10,000. The Retirement Plan monthly pension
payment benefit is calculated based on-age at time of retirement, final average earnings,

~ Social Security wage base, and years of service.
6. Savings Plan

Employees may take distribution from their vested account in the Employee Savings Plan
or leave their money investéd in the Plan. Vesting credit will be calculated based on the

13



' last day of employment. Employees will be enéouraged to carefully consider associated

income tax consequences.
7. Employee Assistance Program

Emp!oyee Assistance 'Program (EAP) professionals will be readily available during the
layoff penod to assist managers and employees in need of counseling. The program
currently offers counselmg services to all FERMCO employees and family members.
This is designed to help them work throqgh problems dealing with family relationships,
"individ‘ualﬁ problems of daily living, marital relationships, stress, gehder iésues. and work-
~ related problems. This benefit will be available to all employees targeted for layoff. EAP
,.p'rofe_ssionals are available to train and/or to provide guidance-‘to managers and
subervisors on recognizing and being sensitive to the concemns of employees, as well as
their own feelings on making layoff deeisions and delivering’the notiﬁeétion, and how to

appropriately utilize and access the services of the EAP.

8. Child Care Assistance

_ Rl .
DO’E has e'nhaneed the contractor's normal benefits to include child care assistance for
| employees affected by the reduchon $75.00 per week per child up to a maximum of 3
‘ chnldren will be provnded as long as the laxd off worker is an active user of the resource
_ center. The intention of this enhancement i is to afford employees the opportunity to make
use of the tuition reimbursement benefit and to make maximum use of their employment
~ search time. o ' '

9. OUthacement Services

Employees affected by this work fofce ‘reduction have been encouraged to attain
additional skills through training and to develop the skills and contacts necessary to find
employmeht elsewhere Employees are encouraged to pursue further educational
initiatives on their own time wnth ﬁnanc:al support to obtain certificates, degrees'

conhnumg education credlts or courses which will help them advance their careers in the
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environmental arena and in selected non-environmental areas. This has and will
continue to enhance the opportunities available to these individuals when their work is

completed at the FEMP, or when they wish to seek other employment.

In order to assist individuals in achieving these goals the Department will provide the
following outplacement services: 1) job seeking skills workshops, and 2) establishment

B of a Resource Center (commo‘nvly referred to as an Outplacement Center).
'10. Job Seeking Skills Workshops

Job seeking skills workshops are provided to all affected employees to irhprove the

employee's ability to successfully conduct a job search.

An involuntary reduction can have the effect of lowering self-esteem and confidence and
raising doubt regarding self-worth. Couhseling is} provided to help affected employees
cope with the normal range of exbected emotions ineluding shock, anger, sadness, guilt,
‘and fear. Once these feelings are vaﬁdated‘. the person is better able to accept and deal
with them and focus on moving forward with the job search. One of the most effective

means of i'e-establishing a positive' self-image is to identify areas of sirength and _

personal p'reference., itis the employee's unique strengths and‘ preferences that form the
basis for the job seafeh; i.e., what to look for and how to fashion a résumé appropriate|y.

Workshops are designed to provide affected employees with an understanding of what
constitutes a good résumé, the different styles available, and when to use each one.
Employees are trained in the use of cover letters and personal and professional
references. In the case of hourly emplbyees, employ‘ment applications .play a major role
in the job search. For this reason, workshops are tailored:to the participants and their
unique needs. An hourly employee oriented worksh_op.will spend considerably more time

and emphasis on the application versus the résumé.

Setting up a tracking system, being prepared for telephone calls, and establishing the job
search network will be discussed in order to assist employees in getting organized for the
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job search.

The workshops will address various techniques to identify potential employers and job

opportunities such as:

*. Use of the Thomas Register
*  Classified Advertisements

* . Trade Journals

*  Industrial Directories

*  State Indices

* .Networking

*  Employment Agencies

*  Mail Marketing

*  Job Fairs

,lhterviewing skills will be- addressed ahd practiced duﬁng the workshops so that
constructive feedback can-be obtained in a comfortable setting. How to present oneself,
answer and ask questions, and verba,lly’and’ non-verbally communicate the right
message(s) will be discussed. Effective follow-up to‘ interviews will also be presented.
Finally, receiving and evahjating job offers, and strategies for declining or accepting them

in a professional manner will be discussed.
11’.\ Resource Center

The intent of DOE is.not only to equip affected employees with the skills needed to
launch a job search, but also to provide the opportunity and resources"needed for the jot;
- search to be successful. To do this, a Resource Center has been established for use
by all affected employees regardless of clessiﬁcation. The ;Resource Center has been
available since August 6, 1993. Employees affected by the reduction are encouraged
to make maxinium use of the Center from the day of notification. Employees will be peid
for time spent at the Center, upto a normal 40-hour work week, during the notification
period of 60 or 10 days consistent with their job classification as a salaried or hourly
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employee. The Center is designed to be "home base"” for an employee once notified of
termination. This will help keep an employee's routine somewhat normal; i.e., the
employee will still go to work each day, and have an opportunity to concentrate on the

job search.

The Center provides semi-private and common areas, compﬁters. phones, facsimile and
copying capabilities. Due to the computer training provided to all affected employees
(See Computer Training Section) only a limited amount of administrative and clerical

~ support is necessary. However, résumé preparation assistance is provided as needed.

In addition to providing a central location and equipment, the Center provideé resources

that can be used at the employee's discretion. Examples of such resources are:

*  Local and Nation-wide Newspapers
*  Trade Journals '
* Industrial Directories’

*  Self-Help Programs

A job posting board advertises op’porfunities. Job opportunities at the FEMP and at othef
DOE installations are posted and complete lists of affected persons are automatically
sent to all such installations for employmeht consideration. - Opportunities also will be

posted as they develop.

To broaden affected employees' network and identify the maximum number of job
opportunities, a proféssional Job Dev'elopér is available at the Resburce Center. This
individual will identify and publicize job leads, both local and'national. to all affected
emplbyees. This effort will include contact with the local Chambérs of Commerce, the
Department of Labor, and employment bureaus. The primary tool for communicating job
- leads yvill be the job postihg board, but written literature may also be developed as

needed.

Success stories of fellow emyployees who become employéd will be prominently
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displayed. This will vserve two purposes: 1) ehéouragement that success is possible, and

2) additional networking contacts.

Maximum use will be made of local seminars to assist employees toward future careers.
The Center has hosted and will continue to host special discussions such as how to

launch entrepreneurial enterprises and how to avail oneself of consulting opportunities.

Employers who are currently hiring are being brodght to the resource center on a case-
" by-case basis.
If a salaried employee chooses not to_engage in a job search, .e'mploymént may be
terminated prior to.the end of the 60 day period and the employee will be entitied to all
’ _ severance ahd vacatidn pay.due ét that time, iﬁcluding pay in lieu of notice for the
, remaining- portion of the 60 déy notice period. A voluntary retiree cannot participate in
this benefit. |

12. Relocation Assistance-

A laid off worker who accepts-a position at another DOE facility within one year from the
. effective date of separati!ori:Will' be el'igible for relocation assistance not to exceed

$2,000.00. The worker must submit receipts for this benefit. This benefit is available for

the worker who accepts a federal position, or a prime contractor or subcontractor position

at a DOE facility which is over 50 miles from the FEMP. -

" D. RETRAINING
To the extent practicable, employees  will be enco_uraged to attain skills needed to fill
environmental remediation positions which may become available at the FEMP and

elsewhere within the DOE complex. Training assistance also will be provided for available

positions outside the Department.
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1. Educational Reimbursement

Tuition reimbursement funds will_be provided to those employees affected by layoffs for
a period of up to two years to allow a laid off employee to pursue further educatioh at any
accredited institution of higher learning. During this two year period, a maximum of
$5,000.00 will be available for tuition and books. This will allow employees to begin
immediate retraining at accredited schools where the curriculum may be valuable in
enhancing skills and talents to increase their ability to find and qualify for viable jobs.
This tuition reimbursement fund will allow for course work not related to DOE or
contractor activities, provided the course work enhances the individual's employability.
An affected employee may take advantage of this benefit if reglstered for the initial
- courses to be taken within one calendar year of separatron Exceptions to this time

period due to extenuating circumstances will be handled on a case-by-case basis.
- 2. Funding Sources

Job Trammg Partnershnp Act (JTPA) monies for dislocated workers and President
Chntons Economlc Adjustment Asszslance Program monies are available from the
Department of Labor on either the State or natronal level. The number of dollars required
and requested will be determmed in part by the number of employees who are laid off.
| Itis estnmated that approxnmately $2, 500 per lard off employee may be provided from

these sources.

Laid off workers are encouraged to receive vocational counseling prior to entering training
by the institution of their choosing. Training paid for by these funds will be structured to
meet each employee’s personal retraining needs and desires within the established

guidelines.

3. .Integration of Training and Outplacement Assistance
- Overall outplacement services and retraining plans were integrated with the knowledge
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of county employment and training agencies. These agencies may provide shori-term
emergency services that will cover a variety of outplacemeht and other training options.
These agencies will coordinate efforts with the outplacement center and provide

information on job availability and skill requirements in the local job market.

In addition, local vocational schools, colleges, and universities: will be contacted to
~ examine the types of services and curriculum they could provide to retrain workers. As
needs are more clearly deﬁnéd. the role of the local educ;atiénal institutions in retraining
efforts will be determined, both for the continuing .work force and for employees who will
be faid off. . R

4. Career and Educational Development

" The outplacement services program is provudmg career counseling opportunmes for Iald-
off employees who choose to use these. services. Employees choosing to take part in the
tuition reimbursement program may participate in a program of their choosing, providing

it enhances their employment and career opportunitig.s;., .

I TR
ERR =P

| A program through Cincinnati Techmcal College is avallable to those mdlvuduals who
want to pursue an Assoclates Degree in Engmeenag .Technology with a major in the
environmental dlscxplme ‘Additionally, for the fi rst time, during the Fall 1993 semester,
the University of Flndlay is offering course work .that.may lead to a Masters Degree |n
Environmental Management for those individuals who can qualify.

(N

5. Retraining Requirements for New Job Classifications

As environmental restoration and waste management.activities are further defined, new
job claésiﬂcations may emerge for which laid off workers could become eligible. DOE
is currently evaluating FERMCO's proposed baseline work force (skills miX) requirements
for out-year projects. These data are available for review by interested stakeholders.
After apbroval of the baseline, DOE will work with contractor line management to

determine, according to the risk and hazards associated with each job, the fundamental
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- knowledge requirements, site specific training requirements, and job specific training
req'uirements, as these new jobs evolve. DOE is committed to the placement of laid off
workers into new positions. DOE .and the contractor will inform the laid off workers of
new job opportunities and the training which could qualify individual for these positions.

To the extent practicable, DOE will provide appropriate training.

In addition to univefsity and vocational training, initial hazardous worker training for the
future manual work force to support the site remediation construction efforts will be

conducted by recipients of DOE -grants.
6. Computer Training

Each employee affected by this work force restructuﬁng plan will be afforded the .
opportunity to take one computer class during this period of transition. The aim of this
class is to provide the laid-off employee with the basic computer skills needed in today's

- world. .
7. Training Records

. The Training Records office ddcurﬁems training “and individual achieverrient,, of
QUaliﬁcation status in accordance wiih DOE Order 5480.20. . Training Records is the
.central location 'foAr retention and maintenance of trainingorelated records at the FEMP.
The master files maintained by Training Records include individual tréining records,
course files, and attendance rosters. The Training Records office will continue to assist
and track all training by laid-off workers. Additionally, it will serve as a source for laid-off

~ workers to obtain a record of their training history for future job reference.
8. Continuing Program Develdpment

DOE wili _contimie to work. with FEMP contractors to develdp programs associaied with
the 'ongoing ménagement and restoration of the FEMP with local institutions of higher
leaming’. These programs will be developed to minimize the transition effect on future
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employees who will face layoffs and will serve as educational and career enhancement

opportunities. -DOE w_ill be pleased to evaluate any proposal designed to meet this heed.
E. EMPLOYMENT POLICIES

Employees who are affected by the restructuring will not be eligible for reﬁire or have‘any
other affiliation with the projecf while covered under the severance payment period:< Gnce
the severance period has elapsed, and if suitable positions become available, they may be
considered for rehire. Of course, they can fofego their severance benefit or a pro-rata-share

of monies already taken and accept the available employment. ‘ ¥ Ty

If during the 60-day notification period an employee successfully obtains new employment,
the employee must terminate employment before beginning their.new job.. Thé'employee
will be eligible, however, for the authorized severance payment, provided that*the: new

employment is not at the FEMP.

- Once the reduction is compléted. first consideration for new employmént opportunities &t the
FEMP will be given to employees who were involuntarily separated. Followingthese reviews,
consideration will be given to employees involuntaril} separated from other DOE -fatilities
: prior‘ io considering candidates from'qutside the DOE complex. Upon “rehire; p‘olicies
applying to such rehire will be thé samé as for a new hire, excébt that prior FEMP-service
credit will be applied toward vesting in pénsion and sayings plans in accord wﬂh’tneierrﬁs

of those plans.
F. LOCAL COMMUNITY IMPACT ASSISTANCE

Local stakeholders havev formed the Fernald Citizens,Adviso_ry Group and 'haVel.fbcused.

attention on the following concems:
o What should be the future of the site?

o What should be the cleanup levels?
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o Where should radioactive and hazardous wastes present at the Fernald site be

~ disposed?
o What should be the cleanup priorities?

The Advisory Group agreed to a charter and conducted their first meeting on October 14th.
The Manager of the bOE Fernald Office is an ex-officio member of the Advisory Group. The
Department will assist the Advisory Group in its consideration of its concemns and te facilitate
appropriate'ecenomic’ development at the Fernald site. These initiatives will be addressed
in future updates of this plan. In e related matter, DOE is now in the p}ocess of developing
~ economic development guidelines, analogous to the process it has used to establish

quidelines for the development of work force restructuring plans.
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G. SCHEDULE

This plan is based upon the following key activities for the currently anticipated work force

restructuring, almost all of which already have occurred:

Date (1993)

Act

Description

June 10

July 6
July 8

“July 16

~ August 9

General Noti_ﬂcation

Initial Draft Plan
Stakeholder Meeting

Voluntary RIF Initiated

- WARN Notice .

24

FERMCO employees and stakeholders were
notified that a change in the work force was
being planned at the FEMP. This activity
began the 120-day notification period, as
required by 3161.

First draft of work force restructuring plan
was transmitted to. DOE headquarters and to
stakeholders.

DOE held a local stakeholder meeting to
gather input from stakeholders on the draft
plan.

~ The process of soliciting and evaluating

volunteers within FERMCO commenced.

Salaried Employees of Involuntary Laybff: |
FERMCO notified all involuntarily affected
salaried employees.

Notice to Bargaining Unit of Required
Reductions by Category: FERMCO informed
bargaining unit personnel of planned
reductions per labor classification in order
that bidding and bumping procedures could
begin under the labor agreements.



Date (1993)

Act

Déscription

August 11

September 24
Cctober 4

October *

Revised Draft Plan _

Notice to Affected
Individual
Bargaining Unit
Personnel

| National/Local ;

Stakeholder Meeting

Secretary submits Plan

to Congress

25

The revised draft plan was sent to the DOE-
HQ task force and to stakeholders.

FERMCO gave notice to bargaining
unit personnel to be separated to begin
outplacement.

DOE-HQ Task Force and DOE-FN hosted
National/Local Stakeholder Meeting in FEMP
area.

Final plan is sent to Congress upon approval
by the Secretary. Stakeholders are notified
that the final plan has been submitted to
Congress and is available for distribution
upon request. All stakeholders who provided -
comments on a draft version of the plan are
provided a copy. ’



H. COST

‘For only FERMCO employees:

Activity..
Severance Payments | $-| . $1,204,650 $- $1,204,650
Benefits: Medical, : ’ 61,00Q ‘ 444 000 ’ 50,000 555,000
Dental, Life, EAP :

Outplacement 198500 | 270,000 | “ 468,500
Retraining | 123,000 790,300 | - 913,300
Salaries (60-day - 1,450,000 612,000 -] 2,062,000
Notiﬁqation) : :

Relocation Cost - 156,000 ~ 156,000
Child Care 12,000 | - 28,500 | - 40,500
TOTAL ‘l  $1,844,500 $3,505,450 ~ $50,000 $5,399,950

Basis for cost estimates: -

Retraining: $5,000 for 130 employees, and $263,300 for additional training
Relocation: $2,000 for 78 empioyees
Child Care: 20 children per week at $75 per child
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1. PLAN UPDATES .

This plan will be updated as circumstances warrant and in response to further direction from
the DOE Task Force on Work Force Restructuring. DOE will submit an annualAupdate of the
plan to Congress as required by section 3161. The annual update will include an evaluation '
of the plan's implementation over the year, and how well DOE met the séction 3161

objectives.
J. STAKEHOLDER INPUT

This plan has benefited from an active consultative process with local .and national
‘stakeholders. DOE has reflected, in thié plan, responses to many of the issues raised by the
local and nafional stakeholders, including issues raised at the meeting held in Harrison, Ohio,
on October 4, 1993. Some concemns, particularly those involving allocation of current and
future work among competing emplayee organiiations, have not been fully resolved in this

plan, as indicated earlier.

The following discussion provides DOE's current response 1o speciﬁc stakeholder comments
- on the draft work force restructuring plan presented during or fqllowing the meeting on
October 4th: ‘

1. The plan does not sufficiently describe transition benefits to be provided to
construction workers. Section 3161 applies to all site employees, including construction

workers. Laid off construction workers should also get severance pay. -

Response: The DOE Task Force on Worker and Comrhunity Transition ("Task Force")
has consistently stated that section 3161 clearly applies to all employees of DOE
contractors or subcontractors subject to work force restructuring. However, the Tas;k ‘
Force also has convsistently stated that it may not be appropriate to offer on an equal ‘
basis all- of the benefits made available under a work force restructuring plan to all of the
contractor and subcontractor employeeé at a particular site. Elerhents to be considered
in a determination of benefit application’include the nature of the contractual relationship
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to DOE and the length of service on-site.

in addition to the nommally transient and temporafy nature of construction work,
construction activities at the FEMP traditionally have been carried out under subcontracts
to the prime site confractor (NLO, Westinghouse, and now FERMCO). As of this date,
the budget cuts which have necessitated the work force reduction at the FEMP have not
resulted in the cancellation of any construction contracts. On-going construction activities
will continue until the specific project or task is completed. At that time, the construction
workers will either leave thé site for other empioyi'nent. or perhaps be referred back to "
thé site for other work. If it 'is necessary to cancel or terminate a construction
_.subcontract or task, and lay-offs of cohstruction personnel result, benefits to be made

available to such personnel under the plan will be evaluated.

2. The plan process has been flawed from the beginning due to the involvement of
FERMCO in its development. - i |

"Resgonse: DOE admits there was an element of confusion in the early stages of work
force restructuring plan development as to the appropriate manner in which the site plan
was to be prepared. As the Task Force has-'stated‘in guidance documents, the unique
nature of the relationship-between DOE and its contractors results in those contractors
possessing much of the data required to prepare a work force restructuring plan. In
addition, terms and conditions of the contracts between DOE and its contractors provide
a framework which DOE must consider in any “actions involving workers who are
employed by those contractors. Howevér, DOE takes full ownership of the process, and
the plan has been reviewed, modified and in the final analysis prepared, as a DOE work
product after DOE representatives have consulted with affected local and national

stakeholders.

3. The plan is based on the false assumption that remediation work at the FEMP can
_be accomplished better/faster/safer/cheaper with subcontractors rather than Fernald
members. - There does not seem to be any economic analysis to support this conclusion.

i
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Response: The ERMC concept employed at the FEMP is unique within DOE. The
ERMC is a departure from historical DOE contracting methéds, and represents an
experiment in contracting reform. It attempts to utilize some of the same techniques
proven to be effective in reducing costs which have been employed in the construction
industry. The primary emphasis is on subcontracting specific specialized tasks to fixed-
price subcontractors through a prime contractor to DOE=in this case FERMCO. Through
fixed price/hard money contracts, a skilled, experienced work force performs discrete
tasks. Thé job of the ERMC is to coordinate/schedule/monitor the performance of work
by these specialized subcontractors. However, since FERMCO also has been
coniractually charged with "landlord" responsibilities at the FEMP, and since some
environmental restoration and waste management activities may be perforfned by Council

members, it is likely FERMCO 'also will utilize Council personnel! for various site activities.

Direct comparison of wages, benefits, and general terms and conditions of employment
between Femald Council members and Building Trades personnel has been a challenge
for DOE. Construction hourly rates generally include all fringe benefit payments, such
as health insurance, pension contributiohs, etc. Ferald Council hourly rates do not
include such fringe beneﬁts,-other benefits such as life insurance, vacations, FERMCO
overhéad.and other t:ost elements. Further, the hourly rates of Building Trades personnel

reflect the transient nature of the work they perform at the site.

The respective hourly rates are only one aspect of an economic comparison of value
obtained for dollars spent on environmental restoration and waste management activities
at the FEMP. The theory behind the ERMC concept is that:

o By its ability to bring work crews/subcontractors/specialists in and employ them
“only for the time needed to pe'rforrh the specific job at hand, the ERMC avoids

the large costs and overhead associated with a full-time, dedicated work force.

o ' Contract mahagement concepts employed with great economic success in the
construction industry can be direclly applied in the same type of cost-efficient

manner in the areas of environmental restoration and waste management.
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The DOE Assistant Secretary for Environmental Restoration and Waste Management has
indicated his iptent to give the ERMC concept an opportunity td prove itself as a viable
contracting alternative. The DOE Fernald Field Office is committed to using its best
efforts to see what the capabilities‘ of the ERMC concept are for providing the
Government and the taxpayers the most value for dollars spent at the FEMP. FERMCO

has assured the Department that it has a similar commitment.

4. There is a lack of work force data in the plan conceming skills needed, jobs to be
done, and a comparison of how the Fernald Council members measure up against the

'criteria for éunent and future FEMP work.

Response: DOE acknowlédges that the functions of environmental restoration and waste
management make traditional work force analysis difficult due to the evolving nature of -
the work. The fact that some of the technologies reduired for proper performance of
~ these cleanup activities do not currently exist only exacerbates the problem- of looking
into the future and predicting with specifi c:ty the exact types of skills to be required at the
FEMP.. It is the evolving nature of the job to be done which contributed to the
-development of.the\ERMC.concept. The ERMC concept was developed to provide a

mechanism which could better adapt to the changing needs of the cléanup activities.

"As noted in Section I. D of this plan, DOE is evaluating the contractor‘s proposal on the

projected sknlls mix requirements for FEMP activities.

5. The plan does not adequately address the issue of retraining; does not provide
adequate resources for retraining; and determines retraining to be "not cost effective"

without the apparent benefit of analysis to support such a conclusion.

Response: Various retraining activities have taken pléce at the site since production
activities tenniria,ted i_n 1989 and the site mission changed to environmental restoration
‘ and Wéste management. Such traini'ng includes Hazardous Waste Training and
programs conducted by the University of Findlay. ‘The plan includes benefits provided

fbr displaced workers to continue training and education activities for 2 years and up to
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$5000"per person. In addition to educational reimbursement, the plan provides benefits
related to: child care; a full range of professional outplacement ‘activities; integration of
outplacement actions with. the Department of Labor, county employment and training
agencies,, local vocational schools, colleges, and universities; computer training; and a
commitment to work with institutions of nigher learning toﬂdevelop training programs for

emerging environmental restoration and waste management occupations.

The total cost of these benefits is estimated in the plan to amount to approximately $1.9
million during the FY 1993-1994 timeframe, or over $6, 000 per employee for benefits
related to retralnmg and job placement .

6. DOE should mandate a ﬂowdown to subcontractors for preferential hiring of Fernald
Council Members (similar to the flowdown provisions of the Pro;ect Labor Agreement for

construction workers)

Response: -DOE has encouraged its contractors to use, when possible, 'skilled workers
who are being displaced from other DOE projects for work performed by DOE contractors
and subcontractors on site. Subcontractors will be permitted to use the DOE Job
Opportunity Bulletin. Board System once it is lmplemented In the meantime, DOE has
directed FERMCO to give primary cons:deratlon to displaced site workers in any future

hiring, followed by preference to displaced workers from other DOE sites.

The contractual flowdown provisions of the Project l_abor Agreement are an outgrowth
of the special construction industry exemption contained in section 158(f) of the National
Labor Relations Act, which recognizes the unlque nature of the construction industry and

the prevalence of pre-hire agreements among its members and contractors.

DOE recognizes that, consistent with the objectives of section 3161, displaced Fernald
Council members should be given .preferential niring at the site. DOE is presently
exploring what mechanisms are available to contractually and legally impose preferential
_hiring requirements on FEMP subcontractors, including the use of appropriate flowdown

requirements and the use of union hiring halls for referrals.
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7. DOE should guarantee the rights of Fernald Cduncil and FERMCO employees
identified for layoffs until there is sufficient time for the legal challenges which have been

made to be ruled upon.

Response: DOE has consistently stated that no layoffs will be taken until a work force
restructuring,plan had been approved by the Secretary of Energy and submitted to

Congress. This remains the DOE position.

Other legal challenges involving the Project Labor Agreement as well asl collective
bargaining issues between FERMCO and the Femnald Council are considered to be
outside the scope of the work force restructuring plan. Should future activities, including
the Secretary's facilitation initiative or judicial and administrative decisions, indicate a

need to revise, ora benefit in revising, the plan, DOE will revise it.

8. The plan should provide Fernald Council members an “ironclad guarantee"” that they )

will not be laid off and immediately réplaced with subcontractors.

Resg'onse: Employees were identified for layoff after a. formal process of evaluation of
such factors as skills, length of service, and proficiency. DOE believes very strongly that
the requirement to prepare a work force restructuring plan should not be viewed as an

opportunity to disadvantage or favor of any ~particu!ar group of employees.

9. Not all "grantees” that can provide training are identified in the Plan (specifically, the

Chemical Worker Training Center).

Response: DOE agrees. The plan now contains a general reference to DOE training
grantees and acknowledges the important role they can play in retraining efforts for

displaced workers. .

10. The draft plan is bedrocked on terms that are without meaning; speciﬂcally, the
terms “remedial design" and “remedial construction” are used to categorize tasks that will

be assigned to subcontractors.
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 Response: The ERMC contract includes these terms in the following context: “The
ERMC shall accomplish remedial design and other ‘design services through

subcontractors. The services to be providéd include, but are not limited to::

a) conceptual design report preparation

b) design criteria development

c) ‘Title I, preliminary design

d) Title Il, detailed design

e) Title lll, construction inspection services

f) as-built drawings, as required

g) treatability st_udies' required for remedial des’iQh

h) technical services to evaluate RI/FS treatability'studies

i) technical services to evaluate technology development activities
j) design services réquired to support'the base activities:

The ERMC shall procure and manage construction subcontractors for those activities
- determined to be construction work at FEMP, including construction related to remedial
‘and - other response actions sellected in Records of Decision (or other decision

documents) "

While not providing an éxplicit definition, we believe the‘ contract adequately describes
the nature of these activities. As noted elsewhere in this plan, DOE is evaluating the
contractor's proposed skills mix requirements for FEMP actlvmes and will honor
| stakeholder requests to review that same mformatnon :
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